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THE PROBLEM AND ITS SETTING 
Introduction 
Leadership and the Administrator 
Practical men know that the leader must lead--must initiate action 
and get things done. But because hemust accomplish his purposes 
through other people, and without jeopardizing the intactness or integ-
rity of the _group, the skilled executive knows that he must maintain 
good 11 human relations 11 if he is to succeed in furthering the purposes 
of the group. 1 
11 Effective leadership," in this context, 11will refer to the acti-
vities of a designated leader of an organized group with respect to 
setting and achieving goals. 112 In other words, the primary aim of the 
leader is to facilitate achievement of system goals through human 
agents; 
An educational institution is perceived ~s a human organization; 
an administrator is designated leader of the organization, and.adminis-
tration is viewed as a social process which takes place within the 
context of a social system where a social service is performed. 
Educational administration is a social process which can be viewed 
structurally as the hierarchy of superordinate-subordinate relationships 
is the locus for allocating and integrating roles and facilities in 
.. 
order t~ ach~eve the goals of the system. Operationally, the adminis-
trative process takes effect in situations .involving person-to-person 
interaction. 
The social system involves two classes of phenomena that are both 
conceptually independent and phenomenally interactive: "a) the insti-
tutions, with certain roles and expectations, that will fulfill the 
' goa 1 s . of the sys tern; and b) the i ndi vi dua.l s , wi th certain persona 1 it i es 
and dispositions inhabiting the system, whose observed interactions 
comprise what we call so.cial behavior. 112 
Administration, then, involves the process which helps the organi-
zation operate its mechanisms for achieving goals. 4 The administrator, 
thus, is expected to be both administrator and leader: as the adminis-
trator, he is to play a stabilizing force in the educational organiza-
tion as to clarify its goals; as a leader, he is to lead, and guide the 
efforts of his subordinates toward achieving organizational goals. 
Castetter explains leadership role of the leader: 
••• The leader is one who is able to communicate to others 
the nature of system plans that are to be put into effect 
and the methods designed to achieve them. When plans are 
put into effect, the leader must enlist the voluntary 
cooperation of subordinates; interpret their work roles 
for them; make modifications in plans where conflicts 
arise between goals and plans for achieving them; assess 
the results of plans; adjust plans to fit changing condi-
tions; and throughout this process seek to satisf~ the 
needs of both the organizations and subordinates. 
In short, 11 leadership 11 , as defined by Francis Chase, is the func-
tion performed by a person in terms of influencing group decision and 
action by way of contributions to attainment of group goals and 
satisfactions. 6 
2 
Professional leaders need to understand, therefore, the expectations 
3 
of teachers in order to bring about effective group action and achieving 
organizational goals. Chase also concluded from numerous studies that: 
1. There is an exceedingly close relationship between teachers' 
evaluation of the leadership given by administrative officers and.the 
extent of their satisfaction in working in a given school or ~chool 
system. 
2. Teachers' expectations of leadership are determined largely 
by the degree to which leaders conform to expected roles. 
3. Teachers' expectations with respect to the roles of leaders 
arise from their own needs, their basic concepts .of respective roles of 
teachers, admi ni s.trators, and their response to 1 eadershi p past and 
7 present •. 
The administr:ators' performance, in either Thailand or in the U.S.,· 
is carried on between fl esh-and-b 1 ood i ndi vi dua 1 s;. the discussion 
• 
between the expectations of the Thai and the American teachers would not· 
be poss i b 1 e with out considering some other determinants , .f ram the point . 
of view ·of differences in organi zati ona 1 settings and in the socio-
psycho l ogi cal, econo-poli_tical and anthropological factors between the. 
two contrasting countries., Either put as a background or foreground of 
the admi ni strati ve context, there wi 11 s ~i 11 be s i gni fi cant differences. 
Organizational Environment of Thailand Educational Institutions 
Thailand's organizational environment, its present transitional 
society has been transformed from the traditional Siam of a one-authority: 
absolute monarchy into the present centralized military dictatorship 
which still prevails. 
Even though the form of 11 Democracy 11 was introduced to Thailand more 
4 
than 30 years ago, yet the democratic system or its prerequisite ch.arac-
teri sttcs are sti 11 not present in any of the T~ai organizations, neither 
in the public administration nor educational administration. These well-
recognized organizational dilemmas, even to the Thais themselves and to 
the foreign eyes, are found everywhere in Thailand educational adminis- · 
tration. 
l . Monarchical form of bus i nes.s: the tacit pattern of actual 
authority governing day-to-day admi ni strati on was largely the. consequence 
of several characteristics .of the bureaucratic system, which reinforced 
each other to produce a stable, inertial apparatus responsive to speci-
fic and explicit commands from above~ The normal behavioral character-
istics of the bureaucracy were largely the product of these factors: 
the hierarchical system for defining and differentiating status and 
rolei the diffuseness of the goals in the system and of the roles of its 
participants, and the arrangements for procuring and motivating and 
organizing them intq units ·of action. 8 
While Thai. roles are in general diffuse and ambiguous, there is one 
feature which is extremely clear-cut: the statuses associated with 
roles can almost always be unaml:>igously distinguished in terms of higher· 
or lower. This seems to be the one guidepost which helps the Thai make 
his way through an otherwise unstructured world. In a sense, Mosel 9 
concluded, in Thai society there are two highly generalized roles: 
superior and subordinate. Given any two statuses or clusters of social 
characteristics, the average Thai can easily .and consistently make 
paired comparison judgments~ As he says: 
o.,In a survey study of a random sample of 88 Bangkok 
government employees, I found that these judgments for the 
most part are also transitive~ that is, .if status A is 
judged higher than B, and B higher than C, then A will 
be judged higher than c.10 
Because of highly transitive and consensual nature of status judg-
ments; statuses can be considered to form a 11 linea-r hierarchy1111 and 
personal identity is largely determined by reference to this hierarchi-
cal matrix. The emphasis in the system was profoundly vertical and has 
focused mainly on patterns of respect and leadership. As Siffin says; 
11 A superior was entitled to deference and obedience; a subordinate was 
expected to defer and obey ••• Thus the essential quality of an effective 
personal relationship in this system was 11 pleasing a superior 11 rather 
than 11 doing a good job. 1112 
5 
Mosel viewed the behavioral implications ·of the distinction be-
tween the roles of-the superiors and the subordinates that the superior 
is expected to be benevolent, calmly self-assured, auihoritative (rather 
than authoritarian), while the subordinate is respectful, attentive, 
helpful, but not necessarily obedient (although face-to-face disobed-
ience would be unthinkable). 13 
The Thai socialization process which is not normally found in 
American society, is the kinshi.P or quasi-ki.nship, a family-like rela-
tionship in which the Thais have learned since their childhood till the 
end -of their life, (wherever they start socializing process.) This 
emotional involvement, rather than rationale, between members of the 
society lead.s to the most- compelling expectation ,of particularistic-
and persona 1 i zed-oriented, rather than universalistic- .and i mperson-
a l i zed-oriented expectations which .are the basic f~nctions of the 
modern bureaucracy. 
Since 11 absolute. 11 kingship transformed the king's office into one 
of the superior pr senior,. his main function, in a word of the 
6 
traditional monarchy was "system maintenance. 11 14 This forced the sub-
ordinates to be passive to innovation or creativity, and to be only the 
receiver of the superior's orders to be fulfilled. Wilsqn commented 
that althqugh it is true that We~tern-trained Thai tend to suffer frus-
tration in trying to implement new techniques in their work, they have 
few economic or social frustrations to stimulate politically signifi-
cant discontents. 15 They perceived that authority is the right and 
privilege of the leader who is holding the highest status in the organi-
zation or the higher position in the hierarchical relationship. 
2. Another dilemma of the Thai educational administration is the 
inability to share res pons i bi liti es among the organi zati ona 1 members. 
The co-workers have negative attitudes toward the jobs that are not 
specifically assigned to them. The problems about "insufficient" teach-
ers and other personnel-functions-inefficiency in educational institu-
tions appear to be a striking persistence to educational progress: all 
originate from the problem of incompetent leaders. The effective 
leaders recognize the importance of human resources in developing effec-
tive educational systems; they facilitate organizational goals and make 
personnel functions at ease. 16 
3. Any administr.ation is a system of a clique which focuses on 
the person of a leader and is bound together by emotional relationships, 
lines of loyalty more or less deeply felt., This behavior leads to more 
organizational ills, bribery, corruption, nepotism and "the favor-
itism1117 or "the nearer-kinship-folks" in every level of the organiza-
tion.18 Organizational goals can be disregarded; or if there is any, 
it's just a day-to-day maintena11ce or a very short organizational goal. 
Organizational positions can be changed to fit these influential clique 
and kin-folks, since speci.alizat.ton and technical competence are only 
loosely emphasized. 
7 
The patronage, instead of a merit system, on the other hand, can 
result in many other deficiencies of the organizations. Mutual rivalry,. 
jealousy, bribery, non-competitive, non-cooperative, non-involvement 
attitudes~ inertia, passiveness,· etc., all are subconsciously unnotice-
able but distinctly well recognized by all the Thais themselves who are 
not part of the clique and therefore do not receive their fair share 
of quality for a high position. 
If 11 societies differ greatly in the degree to which they control 
their economies, the same holds for their control of organizations, both 
in economic and other spheres.11 19 The Thai teachers receive salaries 
that are extremely inadequate to meet the modern standard of living, and 
the requirement and enforcement of dues and donations, whether for edu-
cational activities -or not, cause teachers to be deeply in debt. 
Another problem is that there are more female teachers than males. It 
is almost physically impossible for a teacher with a large family to 
support that family on an inadequate salary. There are many other socio-
economic problems of teaching personnels that can have a profound behav-
ioral consequence on the Thai educational behavior and a total impact on 
teachers' expectations of their leaders' behavior. 20 
Organizational Environment of American Educational Institutions 
American society is a society of organizations; it is a modern 
society which is composed 11 more and more of larger and larger organiza-
tions'!, Within the organization, social ~nd personal considerations 
have gained in importance, as compared to the traditional concern for 
production and administrative efficiency. It is thought important for 
the staff to be socially compatible as well as good work team. 21 
In contrast to the Thai society which is characterized by 11 a 
loosely structured social system, by which is meant that the social 
8 
roles on the whole are cognitively unclear, undemanding, permissive, and 
give great leeway to personal idiosyncracy, 1122 American society has 
placed a high moral value on rationality, effectiveness and efficiency. 
11 By coordinating a large number of human actions, the organization 
creates a powerful social tool. It combines its personnel with its 
resources, weaving together leaders, experts, workers, machines, and raw 
materials. At the same time it continually evaluates how well it is 
performing and tries to adjust itself accordingly in order to achieve 
its goalso As we shall see, all thi.s allows organizations to serve the 
various needs of society and its citizens more efficiently than smaller 
and more natural human groupings, such as families, friendship groups, 
and communities. 23 
Apparent differences between American organizations and the Thai is, 
perhaps according to the writer's point of view, that the former is 
system-oriented, characterized by long-range planning toward goal-
achievement, friendly cooperation but also great competition, impersonal 
but equal service to every individual of its society, strong emphasis on 
technical competence and level of specializationo All these are 
American characteristics of the people and their organizational society 
which cannot be found in any traditional countries including Thailand. 
Etzion1 also said that without well-run organizations our standard of 
living, our level of culture, and our democratic life could not be 
maintainedo Thus, to a degree, 
9 
11 .o.Organizational rationality and human happiness go hand 
in hand. 11 24 , 
Three unique basic elements are what make America and American 
organizational society the foremost leading nation among all the world. 
This law'. is also applied to educational organizationr If as Weber sug-
gested that to be effective and efficient as an organizational instru-
ment, a modern organization requires bureaucratic authority, American 
school and. educational organization are then the best type of organiza-
tion, since they can be accurately described as a highly developed 
bureaucracy. Max Abbot applied essential bureaucratic rules to American 
school or~ani zatfon; he said it is clearly influenced by five factors, 
division of labor, hierarchical authority, rules and regulations, for-
malistic impersonality, and technical competence of members of profes-
sional career. 25 
American cultural conditions have offered psychological prerequi-
sites of "an effective organization man" toward achievement-orientation 
for the American society in which the far eastern countries including 
Thai 1 and, is 1 ess advantaged as Etzioni says: 
Religions, philosophies, and ideologies differ in the 
degree to which they orient human thoughts and efforts 
toward this world rather than the next, whether it be 26 
in the Christian ideal of heaven or the state of nirvana. 
He also concluded that rational behavior is encouraged by worldli-
ness and discouraged by other-worldliness; it is encouraged by asceti-
cism; it can only be found only in this world. Protestantism combined 
these two values which are considered as provision to cultural context 
for the organization revolution .and growth. The middle-Glass values 
which are the foundation of the qualities which facilitate adjustment to 
organizational demands are strongly emphasized, such as ambition, 
10 
efficiency, punctua 1 i ty, neatness, integrity, consistency, the accent on 
conformity, group-mindedness, ability to plan, nationalism and above all 
achievement, as distinct representative traits -0f the modern organiza-
tion-man. It is the right kind of participants that produce organiza-
tional effectiveness; it's not the organization making deliberate 
efforts to shape persona 1 i ti es according to its needs. Above a 11 , the 
social environment plays the most crucial part in providing its organi-
zational participants for each society. 
Democracy, authoritarian or dictatorship, in terms of social value 
system can.be functi6n~d effectively in different climate and environ-
ments, Differences between them can be i nfl uenti a 1. factors of psycho-
1 ogi cal traits and 11 ideal 11 personality or mode of leadership style in 
any organizational system. Thus,American democratic principles which 
regard the individual· personality as of the highest value can lead to 
possible situations in which the participants look up to their leaders 
differently from other societies in which elements of democracy are 
absent, 
Francis Chase concluded from his study that American teachers• 
expectations of lead_ership no longer expected the administrators to be 
primarily a maintainer of authority. His new role, in their thinking, 
27 · was that of a counselor and group leader. 
On viewing Thailand, James Mosel says, 11 When it comes to the role-
expectations of the administrator, three significant fe~tures stand out: 
(1) there is a .very high .degree ·Of cultural concensus on what his 
behavior should be, (2) these role-expectations are not differentiated 
very much from other 11 superiorll roles in the culture, and (3) the 
content of these expectations is strongly oriented toward Buddhist-
ethics, as Riggs concludes: 
The imagery suggests a benevolent paternalism which gives 
the ancient system a romantic aura in the mind of 
contemporary Siamese.29 
11 
Also most of the administrative function of the country in which the 
traditional monarch was transformed, 11 system-maintenance 11 will also pre-
vail and the innate love of the absolute power of the Thai is still 
buried in their subconscious mind. 
Purpose of the Study 
The purpose of this study has been twofo 1 d: ( l ) it was to review 
literature on educational administration of Thailand and the U.S., of 
their teachers• and educators• expectations of their leaders• behavior. 
The specific question asked in this study was, 11 Is there any 
apparent difference in expectations of leader behavior as perceived by 
the American and Thai vocational-technical teachers and educators? 11 
In other words, the aim is to discover if and how leadership expecta-
tions differ by the organizational societal and cultural setting; and 
what are the distinguished differences between the American and Thai 
teachers and staff members from their viewpoints of their expectations 
and perceptions of their leaders• behavior. The study has been intended 
to be analytic and descriptive. 
Definition of Terms 
The following are terms within this study each of them has a 
specific meaning: 
Vocational-Technical Institute. An institution whose purpose is to 
educate and train persons for career in vocational and technical field 
12 
at 1 evel s beyond twelfth grade, 
Thailand Provincial - Vocational - Technical Institution. Avoca-
tional - technical institute in provincial .area outside Bangkok, the 
capital of the country. It is under the control of the Department of 
Vocational-Technical Education, under the Thai Ministry of Education, 
Thailand Vocational-Technical Teachers College. A teacher -
training institution, supported by the Department of Vocational-
Technical Education, under the Thai Ministry of Education, for the 
purpose of training teachers for its vocational-technical schools, 
Teacher-Educator (teacher-trainer). A professional person in the 
field of education responsible for the preparation and in-service 
training of vocational - technical teachers, 
Extension Vocational - Technical Institute. A vocational -
technical institution given for the purpose of increasing or extending 
vocational-technical educatibn and teachers - training programs. In 
this study, it is undertaken by Oklahoma State University, Oklahoma, 
Leader Behavior, The behavior of the formally designated leader of 
a specified work-group. For example, all principals or directors of 
schools, college department heads, are designated leaders, Their work~ 
group are those members who work under him, such as, teachers, staff-
members and other personnel. In this study, leader-behavior will be 
focused on Halpin's two dimensions of leader behavior~ 11 Initiating 
Structure 11 , and 11 Consideration, 11 
Initiating Structure. Halpin referred to leader's behavior in 
delineating the relationship between himself and members of the work-
group, and in endeavoring to establish well-defined patterns of organi-
zation, channels of communication, and methods of procedure. 
13 
Consideration. It is· referred to behavior indicative of friend-
ship, mutual trust, respect, and warmth in the relationship between the 
leader and the members of his staff. 
L.B.D.Q. (The Leader Behavior Description Questionnaire). An 
instrument which was developed by Halpin and the Personnel Research 
Board, at the Ohio State University, to measure leader behavior. 
Limitations of the Study 
The instrument: there was a problem in translating the instrument 
from the original L.B.D.Q. into Thai, because the words might be mis-
construed and the true sense of the original concepts might be misinter-
preted in translating from one language to another, but the manner of 
translating the original research work had to be maintained. These 
factors alone would be able to influence the Thai group samples in 
answering the questionnaires differently. Also the impossibility of the 
writer to be present in Thailand while the instrument was given, to 
clear some misunderstanding .or difficulties which might arise, could 
also bias the results of the study. 
The samples: due to the limited time of the instruments given, 
the immediate need for as many samples .as possible in Thailand and the 
U.S.A,, led to the problems of heterogeneous group-samples which were 
small an.d this factor might also bias the result of the study, 
Plan of the Study 
Chapter I has provided the general background of the study includ-
ing the contrasting environmental factors of the educational organiza-
tions in Thai.land and the U.S., the purpose of the study, definition of 
14 
terms, and 1 imitations of the study. 
Chapter II will contain a review of literature, focusing on certain 
salient factors contributed to the study and understanding educational 
org.ani zati ans which perceived as social sys terns. The chapter covers the 
present framework for the study of administrative behavior of leadership 
style. 
Chapter III, the procedures of the study, the selec~ion of the 
sample, data gathering and data treating, including instruments explain-
ing and translating will be presented. 
Chapter IV will contain the report of the data presentation and 
analysis, and Chapter V will be the presentation of a summary of find:... 
ings, discussion and recommendations for further study. 
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CHAPTER II 
REVIEW OF LITERATURE 
Leadership and Educational Administration in United States 
Its Historical Movement (1950-1970) 
Since its beginning in 1950, one of the significant aspects of the 
research program at the Midwest Administration Center has been the 
emphasis placed upon improving the professional leadership of educational 
administrators. 1 A series of studies conducted under the Centers, for 
example by Charles Bidwell ,2 Francis Chase, 3 and Donald Moyer4 have shed 
the light considerably upon administrative behavior and its effect upon 
the satisfaction of teachers and school staff members rating the effec-
tiveness of their administrators. The ratings of teacher satisfaction 
have been found to depend upon the extent that their perceptions of the 
behavior of their administrators meet their expectations. Conversely, 
the administrators' ratings of teachers' effectiveness of their perfor-
mances are done in the same way. So as Halpin concluded the behavior 
of the leader and the behavior of group members are inextricably inter-
woven, and the behavior of both is determined to a great degree by 
formal requirements imposed by the institution of which the group is a 
parto 5 
It is quite impossible to avoid discussing 11 leadership 11 in this 
thesis, just like it is quite impossible to talk about effectiveness 
18 
without saying something about efficiency. 
Today, leadership theory and leadership research, for one thing, 
have been moving away from the idea of universal leadership traits .and 
the 11 one best way 11 to lead. In place of these earlier oversimplifica-
tions, leadership effectiveness is now generally .conceded to involve an 
interaction between the leader's characteristi.cs, his behavior, the 
nature of the followers, and the characteristics of the particular lead-
ership situation, including the nature of the task and the organization 
setting. 6 
In educational administration, as well as in other business and 
public, hospital and military administration, concepts of leadership 
have been readily changed since 1925. In examining the leadership pheno-
mena of educational organization and administration, we are concerned 
primarily with concepts and theories of leadership that are applicable 
to those who hold decision-making positions in the various hierarchies 
of educational organizations and in informal organizations that interact 
with formal educational organizations. These persons include superin-
tendents of schools, school principals, college and university presi-
dents, leaders in teaGher organizations, leaders in parent-teacher 
organizations, and leaders in informal organizations. Educational 
organizations commonly include suprasystems, subsystems, and numerous 
informal organizations or groups, Educational administrators not only 
deal with a complex of systems within the educational organization but 
also with a complex of social systems in the environment of the school 
system, all of which are exchanging inputs and outputs of information, 
energy, and matter with each other. 7 
School administrators as well as other managers in industry, 
19 
business, military, and all kinds of organizations are now admonished to 
pay more attention to the 11 human side of enterprise118 than ever before. 
This is to say that individuals are the most important part of an organ-
ization, and the constant task of those who administer it is to look to 
their motivation and to the satisfaction of their wants and aspirationso 9 
Since Homan 1 s remarkable study on 11 The Human Group1110 in 1950 has 
become a landmark of the shifting point of theory of leadership, it is 
an interesting fact that the human relations movement had far more 
impact on all kinds of administrations, and needless to say that educa-
tional administration was included. 
The shift from the classical theory of organizational behavior to 
the human relations approach represented a breakthrough of 11 new 11 know-
leqge, n~w insight, new understanding, in short, new theory. Robert 
Owens 11 has summarized the growth of administrative theory from 1900-
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O Just as classical theory included a theory of motivation, namely, 
the simplistic notion of 11 economic man, 11 and group dynamics looked upon 
motivation as a function of group membership, behavioral theory has an 
20 
explanation about why people join organizations, stay in them, and seek 
to attain their goals. 12 
Trends in Studies of Leadership 
Prior to 1945, most of the studies of leadership were devoted pri-
marily to the identification of the traits or qualities of leaders. 
These studies were based in part on the assumption that human beings 
could be divided into two groups--the leaders and the followers. There-
fore, 1 eaders must be possessed by fo 11 ewers. Some persons in each 
generation since the dawn of recorded history have believed that 
11 leaders are born, not made. 1113 
After the LBDQ, a product of the Ohio State Leadership Studies, a 
research program started in 1946, conducted'by the staff of the 
Personnel Research Board of Ohio State University, the leadership pheno-
mena has been abandoned from the understanding of leadership as a trait, 
and has been concentrated instead upon an analysis of 11 the behavior of 
leaders.11 14 The investigators used the LBDQ to analyze the behavior of 
persons in leadership positions in industrial, educational, and govern-
mental organizations; one line of endeavor resulted in the construction 
of the LBDQ in which two major dimensions of leadership behavior were 
identified-- 11 Consideration 11 and 11 Initiating Structure-in-Interaction 11 • 15 
In 1948, however, Stogdill concluded from his research that a person 
does not become a leader by virtue of the possession of some combination 
of traits, but the pattern of personal characteristics of the leader 
must bear some relevant relationship to the characteristics, activities, 
and goals of the followers. Thus, leadership must be conceived in tenns 
of the interactions of variables which are in constant flux and change. 16 
Many authorities in administration have contributed the interac-
tional conception of leadership to its general acceptance in recent 
years, such as; Stogdill (1948), Hemphill (1949), Flanagan (1949), and 
many others like, Gibb (1954), Fleishman, Harris and Burtt (1955), 
Stogdill and Shartle (1955) and Andrew Halpin (1956) have prominently 
featured interaction models of leadership effectiveness. 17 
11 Leadership 11 may be defined and used in different ways since it 
cannot be, encompassed by a single definition. To Morphet, Johns and 
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Re 11 er, for examp 1 e, the concept of II l eadershi p11 means II the influence 
of one actor in a social system on another actor in that system with 
the wi 11 i ng cooperation of the actor being influenced. 1118 To 
Castetter, 19 it is a m~ch-abused word; it is the prerequisite for re-
lated proces~, such as planning, organizing, and controlling. To lead, 
as the term is used here, is to guide the efforts of subordinates 
toward attainment of organizational objectives. 20 To Hemphill, the 
concept was classified into a well form for increasing better under-
standing and creating d~eper thought and more effective actions for the 
administrators as the following: 
1. Attempted leadership acts accompanied by an intention of 
initiating structure-in-interaction for solving a mutual 
problem. 
2. Successful leadership acts: acts that have initiating 
structure-in-interaction during the process of mutual 
problem solution. An attempted leadership act may or may 
not become a successful leadership act depending upon 
subsequent observation of its ~ffect upon the structure 
of interaction. 
3. Effective leadership acts: are acts that have initiated 
structure-in-interaction and that have contributed to 
the solution of a mutual problem. An effective leader-
ship act is always also a successful leadership act, 
but a leadership act may be successful without being 
effective for solving mutual problems.21 
Educational Institution: A Human, Complex Organization 
Our society is an organizational society. We are born in 
organizations, educat~d by organizations, and most of us 
spend much of our lives working for organizations. We 
spend much of our leisure time paying, playing, and praying 
in organizations. Most of us will die in an organization 
of all--the state--must grant official permission. 22 
-Amitai Etzioni 
American schools of educational administration cannot forget a 
well-advised suggestion of Bobbit23 made sixty years ago:. that the 
school administrqitors should do in ed.ucation as industry does in the 
industrial organization. His forethought and concerns for the impact 
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of the growth of educational organizations and the better product of the 
schooling business have had a profound and valuable effect on systema-
tization of scientific management in educational administration. The 
early distinguished authorities in educational administration, such as, 
Cubberly~ 24 and Reeder, 25 had spelled those magic words into an effec-
tive action for the concerned American administrators as organizers, 
supervisors, managers, and executives. 
For a good many years organizational emphasis in educational admin-
istration following the classical theorists was the dominant concept in 
administrative thinking. Those familiar concepts must still be of con-
cern to the administrators, concepts such as, authority, leader power, 
a clear-cut hierarchy with centralized control, definite functions of 
labor and responstb-tlities and orderly channels of communication. 
Today there are two distinct schools of thought concerning the 
nature of organizational life, 11 the organicists 11 and the 11 ration-
alists. 1126 
Chester Barnard 1 s classical 11 The Functions of the Executive1127 and 
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Herbert Simon 1 s28 national view of a system in equilibrium are the best 
representations of rationalism; and Phillip Selznick's ''Foundations of 
the Theory of Organization" represents the group of the 11 organicists 11 0 
While Barnard was dealing with formal and informal organization, 
their structure and function, efficiency and effectiveness are primary; 
Simon was asserting that the most fruitful and effective approach to 
improving administrative behavior is through the process of "decision 
making'' framework; the individualistic, personalistic and the humanistic 
side of the organization has been profoundly expounded by Argyris, Ben~ 
nis, Likert, Roethlisberger, Abraham Zaleznik and many otherso These 
later researchers, Boyan, Corwin, Katz and ~or,(~ and Sergiovanni 29 
shared the approach and philosophy of the earliet ones. 
The Present Framework for the Study of Administrative 
Behavior and Leadership Style 
Contributing theoretically, the present trends of school adminis-
tration are all extensive researches of Getzels, Guba, Argyris, Lipham 
and Campbell, 30 
The modern educational system is viewed as a human organization 
within which a social service .is performedo Education administration is 
a social process which takes place within the context of a social 
system, The social system involves two classes of phenomena that are 
both conceptually independent and phenomenally interactive: 1) The 
Normative (Nomothetic) Dimension, and 2) The Personal (Idiographic) 
Dimension, Social behavior may be comprehended as a function of the 
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Figure l. Nomothetic-Idiographic Dimensions 32 
Each individual in the organization brings to his work certain 
needs which he seeks to satisfy. When the needs of the individual and 
the demands of the organization are not compatible, problems arise which 
affect both the individual and the organization. Unfortunately, organ-
izational expectations and individual needs are seldom completely 
compatible. Causes of the disparity reside both in the individual and 
the system. The practicing administrator must understand the impact 
of the total system and its parts on the individual, as well as the 
response of the individual to the system. 33 
"Factors which affect satisfaction and dissatisfaction of 
teachers, 34 which based on the study of "hierarchy of needs" developed 
by Maslow, 35 has long been an area of interest to researchers and 
administrators. However, the voluminous research in the field to date 
appears to be lacking in conceptual perspective and may, in fact, be 
O l d O 36 mis ea ,ng. 
Studies and researches had been done in depth by Getzels and Guba 
and their colleagues, Getzels and Thelen, 37 James, Thomas and Dyck38 
and many other authorities in other sciences, sociological, psycho and 
anthropological sciences, for example, and they found that the 
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expectations for behavior in a given institution not only derive from 
the requirements of the social system of which the institution is a part 
but also are related to the values of the culture which is the context 
for the particular social system,,, 
The Five Dimensions 11 General Model 11 of the major dimensions of 
behavior in a social system:· 
CuJtre E;s V1tes 
/Institution--~> Role Expectations~ 
Social ll ll ll Social 
Sys tern~! nd i vi dual Personal ity--Need-Di s pos i ti ons/Behavi or 
t t . tt . p . l *t Organism Constitution otent,a 1t1es 
t I {1' it 
Culture Ethos Values 
Figure 2, 11 General model 11 of the major dimensions of 
behavior in a social system 
The salient factors for the study and understanding of behavior in a 
social system, then, are organismic, personalistic, institutional, and 
cultural, 
Getzels, Lipham and Campbell concluded explicitly on the model's 
characterization as the following: 
... But, as we have insisted all along and wish to reiterate, 
even this formidable array of biological psychological, 
sqciological, and anthropological dimensions is not all 
inclusive. A number of potentially significant variables. 
have been omitted. Perhaps most obviously we hav~ failed 
to say anything about the self-evident circumstance that 
behavior functions not only in a particular social context 
but also in a particular physical and economic environment. 
Surely geO'graphic location, natural resources, and actual 
available wealth make a difference in the nature of behavior 
in a social system, and more specifical.ly in the educational 
system. 39 
Getzels and Thelen also added that in order to better understand 
behavior in a social system, we must recognize that "not only is per-
sonality related to its biological substratum, which we have already 
considered, but it is. also fundamentally and integrally related to the 
values of the culture in which the organisms grows up. 1140 
All these conceptual relationships in the present framework lead 
to the basic issues in administration which have hitherto been treated 
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in varied terms, for example, the problems of conflict, of satisfaction, 
efficiency, effectiveness, and morale, of leadership style, and of 
organizational change. 
Cross-Cultural Studies in 
Educational Organization 
It is possible to say that there is not yet a bridge across the 
educationa.l organization pool of research between Thailand and the U.S.A. 
There are very few extensive studies in some specific sciences, such as, 
socio-psychological, economical, and politiGal sciences, and public 
administration. These are the mo~t important sources of information 
which could be drawn on for historical and cultural. values and other 
empirical data on organizational characterization for this study. The 
temptation to organize the review of literature on differences by 
organizational settings~ environment and backgrounds of Thailand and 
27 
the U.S.A. has been gathered around such distinguished researchers in 
which Thail~nd 0s political organization and its bureaucracy play a 
prominent part, for example, the work of Wilson, Siffin, Riggs and James 
Mosel. 41 
Amitai Etz·ioni •s. 11 Modern Organizations 11 {and with his collea,gues on 
the most· important volume of complex organizations in the modern socie-. 
ties ,and the universal contradiction of 11 cr,oss-cultural studies ;or 
organization 11 , i.e. by Fallers, Bayley .and Udy), 42 gave extensive atten-
tion on differences between the modern, traditional and the transitional 
elements ·of organiza~ions in different societies. 
Thus, there would seem to be ample grounds for ~ypothesizing that 
different organizational elements and different levels of dimensions 
demand somewhat different expectations·· and perceptions of administrators I 
behavior. 
Summary 
It has been the purpose .of the study to identify .and uncover signi-
ficant variables about which hypotheses may be formulated. It has also 
been the writer I s intention to review .the literature on educational 
adminis.tration of Thai land and the .United States of America. 
On reviewing the literature, it was, found that given salient s i gni-
fi can:t polarizational factors for the study and the understanding of 
behavior in educational organizations of the two countries perceived as 
social systems, then, were organismic, .personalistic, institutional and 
cultural. Thus, it was suggested that apparent differences existed 
28 
between Thailand's and the United States• vocational-technical teachers• 
expectations and perceptions of their administrators• leadership 
behavior, 
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CHAPTER III 
PROCEDURE 
Identification -0f the Sample 
Introduction 
It must be emphasized that the purpQse of this study has not been a 
hypothesis-testing but a descriptive one, or what is .called by Paul 
Lazarsfeld an "existential research" which is designed to identify and 
unco_ver·signi.ficant variables about which _hypothesis may be formulated. 
Therefore an attempt was made to include in the sample of the population · 
as many as possible, but still the main similar, characteristics .of 
group-comparisons between the American and Thai samples were retained 
The samples as drawn from the population, in Thailand and Oklahoma, 
were cl ass,i fi ed into 6 major groups. They are: 
Group A - Teachers, educators, and staff-members of the · 
Thai Vocational-Technical Teachers College. 
Group B - Teac_hers, educators·, and staff-members of the 
American, Vocational-Technical_ Institution. 
Group C - . Teachers, educators, and staff-members of the 
Thai Provincial Vocationa1~Technical Institute. 
Group D - Teachers, . educators., and staff-members of the 
U.S. Extension Vocational-Technical Institute. 
Group E - The Thai Vocational-Technical graduates, 
Oklahoma State University, Summer '72. 
Group F - The American Vocational-Technical graduates, 
Oklahoma.State University Extension classes, 
Fa 11 '72. 
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The first ~onsideration was made to select the sample from the 
Vocational Teachers 1 College in Bangkok, Thailand. An attempt was made 
to include very instructor, faculty-and-staff member,- and every admin,is-
trator and department head of the inst.itution, to make as random a 
sample as possible. The same consideration was made to select the 
second group sample of the American Vocational-Technical Institution, 
teachers, educators and staff-members, in Oklahoma. 
The third group that was made up for sample consisted of all 
staff-members of one of the provincial vocational-technical schools in 
Thailand. The writer had contacted the administrator personally for the 
cooperation for this study before his leaving for Thailand, and after 
A.LO. program was terminated in August 1972. During summer semester 
1972, the questionnaires were returned to the writer and the promise 
that the answers would be kept highly confidential. 
Then, there was a need for an American group-sample of one of the 
Area Vocational-Technical schools in Oklahoma to meet with the above 
criteria of the Thai provincial vocational-technical school. With the 
special help of the writer's thesis adviser, Professor Dr, St, Clair, 
by writing and telephoning, the permission to use one of the Area 
Vocational-Technical Schools in Oklahoma as a selected sample in the. 
study was obtained. The arrangement was then made for the question-
naires to be administered at the .school selected in Ok1'ahoma City .as 
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to make up the fourth group-sample. 
The fifth group-samples of the Thai graduate students were selected 
only from those. who had vocational-technical education backgrounds and 
those who were contracted with the A.I.D. program. The total number of 
this group of subjects was 45 at the end of spring semester 1972. 
Subjects excluded in the study were those students who were not on the 
vocational-technical educational program and the undergraduate. At the. 
time of this study, all of these graduate-students had working exper-
ience of at least two years. 
The consideration was made to select the last group-sample 9 the 
American graduate-students from the vocational-technical extension-
classes in Oklahoma City, during fall semester 1972, to be paralleled· 
with the. Thai graduates' group. Selection was made on the basis of 
graduate level of vocational-technical background and working experiences 
in the field for at least the same length of time. One of the Americans 
in the sample was a minister. He was also included in the sample since 
he was taking a Vocational-Technical Extension class, working on his 
graduate program and was also teaching an adult class in the community. 
Data Collection 
Several considerations. have been included in this study; the time, 
the cost, the trip, and most of all, how to get all or nearly all of 
the responses returned, especially from Thai 1 and whi 1 e the writer could 
not be there. 
Fortunately, in all the institutions included in the sample;from · 
Thailand, three qualified personnel who are also good friends of the 
writer helped cooperate in corresponding, and gathering all the. 
responses and mailing them back to the writer. 
For the group of the Thai graduates on campus, the writer made 
personal contact, made group arrangement, and home visits and asked 
them to cooperate by expressing their opinion for research data. None 
of them denied this request. So were the groups of the instructors,· 
staff-members and educators of the American Vocational-Technical. 
Institutions and the U.S. Extension Vocational-Technical Institute; 
they were willing to extend their hands for help when their help was 
sorely ne.eded. 
From all of the American Vocational-Technical Education graduate 
groups, all responses were collected by the writer and one of the 
Oklahoma State University associate-professors who had an extension-
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cl ass in one of the Vocational-Technical Institutions in Oklah.oma City. 
All of the questionnaires administered, about 71 percent returned 
and collected which was considered adequate for this study. 
Treatment of Data 
Scoring the Instruments· 
Responses to the Leader Behavior Description Questionnaire were 
punched an I.B~M. Cards and were scored on the I.B.M. 360/65 computer 
at Oklahoma State Computer Center. · L.B.D.Q. responses were adapted from 
the original L.B.D.Q. by Andrew Halpin as the following: 
The numbers in the questionnaire (Appendix) stand for: 
1 - Never 4 - Often 
2 - ,Sel dam 5 - Always 
3 - Occasionally . 
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These. numbers were deducted one point of each to make. the total of a 
maximum score of 60 and the minimum of a of each dimension of both Real 
and Ideal forms as in the original scoring of Andrew Halpin. 
Res pons~ Positively Negatively 
Scored Scored 
5 4 0 
4 3 l 
3 2 2 
2 l 3 
1 0 4 
After Initiating Structure and the Consideration scores for each 
respondent on both Real and Ideal of each group were computed, a mean 
score is used to determine each teacher's relative expectation and 
perception of their administrators' behavior. 
The Instrumentation 
The Leader Behavior Description Questionnaire (LBDQ) was used as 
the instrument to describe the admini~trator's behavior in this study. 
This instrument has had world-wide recognition and is widely used within 
this nation and other foreign countries by different schools of admi ni s- · 
tration, such as education, industries .and military as welL Its dis-
tinct valuable characteristics ·of reliability, validity, careful 
structure and good revision has already been proven,by different 
authorities in the fields. 1 
The LBDQ used in this study was originally constructed by Hemphill 
and Coons; and Halpin and Winer have modified this instrument in their 
research of an Air Force commander's leadership behavior, and identified 
Initiating Structure and Consideration as two fundamental dimensions of 
leader behavior. 2 
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The questionnaire that was used in this study was developed by the 
Personnel Research Board at The Ohio State University, as described by 
Andrew Halpin: . 
O o_ oThe questionnaire is composed of a series ·Of short, 
descriptive statements of ways in which leaders may behave" 
The members of a leader's group indicate the frequency with 
which_ he engages in each form of benavi6r by checking one of 
five adverbs: always, often, occasionally~ seldom, or never. 
Each of the keys to the dimensions contains 15 items, and 
each item is scored on a scale from 4 to 0. Consequently, 
the theore3ica,1 range of scores on· each dimensions is from 
O to 60""" 
11 Because we can never measure all the behavior ·of -an individ.ual; 
whatever measurement procedurewe adopt, we entail some form of selec-
tion/ explains Halpin. So, in the present instance the instrument 
was adapted to measure two specific .dimensions of leader behavior, 
11 Initiating Structu.re 11 and 11 Considerationo 11 
( 1) . I ni ti a ting .Structure refers to the 1 eader I s behavior in 
delineating the relationship between himself and members of the work-
group, and in endeavoring to establish well-defined patterns of organi-
zation, channels of communication, and methods of procedure. 
(2) Consideration refers to behavior indicative of mutual trust, 
\ 
respect, and warmth in the relations.hip between the leader and the 
members of this staffo4 
Ste C1air5 says that the instrument has been refi.ned from the 
original form of 150 items,·resulting in a forty-item form which was 
determined to be sufficiently reliable for further use in research 
findings" Split-half reliabilities for a sample of 100 responses were 
093 for Consideration and 086 for Initiating Structure"· Fifteen of the 
forty items contributed to the Consideration dimension, and fifteen 
others contributed to Initiating Structure, while ten items served as 
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11 buffers 11 and were not scored.6 
The 15 items of each dimension are listed as the following: 
INITIATING STRUCTURE 
1. He. makes his attitudes clear to the staff. 
2. He tries out his new ideas with the staff. 
3. He rules with an iron hand.· 
4. He criticizes poor work. 
5. He speaks in a manner not to be questioned. 
6. He assigns staff members to particul~r tasks. 
7. He works ·without a plan.* 
8. He maintains definite. standards of-performance~ 
9. He emphasizes the meeting of deadlines~ 
1 a.. He encourag.es the use of uni form precedures 
11. He makes ·sure that his part in the organization is understood 
by all members. 
12. He asks that staff members -foll ow standard rules and 
regulations. 
13. He lets staff members know what is expected of them. 
14. He sees to it that staff members are working .UP to capacity. 
15. He sees to it that the work of staff members is co-ordinated. 
CONSIDERATION 
1. He does personal favors for staff members. 
2. He does little things to make it pleasant to be a member 
of the staff. 
3. He is easy to understand. 
4o He finds time to listen to staff memberso 
5. He keeps to himselfo* 
60 He looks out for the personal welfare of individual staff 
members. 
7o He refuses to explain hi~ actions.* 
8. He acts without consulting the staff.* 
9. He is slow to accept new ideas o * 
lOo He treats all staff members as his equalso 
llo He is willing to make changes. 
120 He is friendly and approachable. 
l3o He makes staff members ·feel at .ease when talking with themo 
l4o He puts suggestions made by the staff into operationo 




In this study, the 11 Real 11 and 11 Ideal 11 forms of the questionnaires· 
has been put together to be completed at one time for the purpose of 
saving .time and mailin,g costs and for the convenience and interest of 
the persons who respondedo A copy of this instrument is in Appendix Ao 
The Thai LBDQ 
As already mentioned the signi-ficant importance of the Lea~er 
Behavior Description Questionnaire as a redefined, redevi sed and 
standardized work of different distinguished educational administrati·ve 
authorities of the UoSoAo is recognizedo Its infl~ences and educational 
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benefits in American Schools of Administration have been so very attrac-
tive and impressive to the writer. A wish that Thailand educational 
administrators should have some opportunity to learn how to become more 
effective and effi~ient administrators and to achieve better results in 
the education of the country has overcome the writer's feelings of inade-
quacy and knowledge and experiences in translating .the work of 
researchers. 
However, the LBDQ was translated into Thai for this study for the 
first time. The main focus in translating was to keep the content of 
the original copy accurate. At the same time, to translate exact word 
by word from one language does not always make sense in an.other language. 
Therefore, some items were adapted to a rnore colloquial and familiar 
expression but the content and purposeful meanings of the original 
remained. For example, 11 He rules with an 'iron hand'; He keeps to 
himself and He is approachable 11 cannot be translated exactly word by 
word. 
It is hoped that there will be further revision of the Thai LBDQ 
in the near future, 
FOOTNOTES 
1Andrew Halpin, The Leadership Behavior of School Superintendents 
(Chicago: The University of Chicago, 1959), p. 4. 
2Ibi d. , pp. 33-35. 
3Ibi d., p. 4. 
4Ibid. 
5James Kenneth St. Clair, "An Evaluation of a Clinical Procedure 
for Predicting on-the-jolr Admi ni strati ve Behaviors of Elementary School 
Principles" (Uppub. Ed.D. dissertation, The University of Texas, 1962), 
p. 94. 
6Ibid., p. 94. 
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CHAPTER IV 
PRESENTATION AND DESCRIPTION OF DATA 
Introduction 
The first part of this chapter will be a report of the data find-
ings and the second part will be a presentation of a demography of the 
data collected. 
In order to better understand the data findings of this study, 
11 Halpin's Quadrant Scheme 111 for describing leaders' behavior on the 
Initiating Structure and Consideration Dimensions is illustrated, as 
this ·study was planned to group the data analysis into the quadrant 
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From the earlier studies by Halpin and Hemphill ,2 the most 
11 effective 11 leaders, whether they are the ~ir-craft corrunanders or the 
college department-heads, are those who scored high or above average on 
both dimensions, 11 Initiating Structure 11 and 11 Consideration11 of leader 
behavior. The dimensions were shown in the diagram; the ordina~es are 
defined by the averages of the respective dimensions, and the four 
quadrants are designated by roman numerals. 
The leaders described in Quadrant I are evaluated as highly 
11 effective,II whereas those in Quadrant III, whose behavior is ordin-
arily accompanied by group chaos, are characterized as most 11 ineffec-
tive.11· The leaders in Quadrant IV are the martinets and the 11 cold 
fish 11 so intent upon getting a job done that they forget they are deal-
ing with human beings, not with cogs in a machine. The individuals 
described in Quadrant II are also 11 ineffective 11 leaders. They may 
ooze with the milk of human kindness~ but this contributes little to 
11 effective 11 performance unless their Consideration behavior is accom-
panied by a necessary minimum of Initiating Structure behavior. 3 
In short, there are four groups of the administrators, in both 
II ideal II and II real 11 : 
I. The administrators rated high in both dimensions of the 
LBDQ, 11 Consideration 11 and 11 Initiating Structure 11 , 
II. The administrators rated high .in 11 Consideration 11 and low in 
II lni ti ati ng .Structure~ 11· 
III. Those rated low in both dimensions of the LBDQ, and9 
IV, The administrators rated low in 11 Consideration 11 dimension 
and high in the 11 Initiating Structure 11 dimension., 
In this study, each group of the sample, Thai and American, in 
both 11 real 11 q_nd 11 ideal 11 were scored and designated as the following: 
a. Quadrant I scored above "the mean" of both dimensions. 
b. Quadrant II scored "below the mean on Initiating Structure" 
and "above the mean. on Consid~ration. 11 
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c. Quadrant III scored "below the mean on Initiating Structure" 
and "below the mean on Consideration." 
d. Quadrant IV scored "above the mean on Initiating Structure" 
and "below the mean on Consideration. 11 The means are based on the 
total sample of each group. 
For this study the data showing the LBDQ "Real" and "Ideal" 
result of eaGh group sample are summarized in the following tables: 
TABLE I 
GROUP A - SUMMARY DATA OF THE LBDQ II IDEAL" AND "REAL" RESULT 
FROM THE THAI VOCATIONAL-TECHNICAL TEACHERS COLLEGE 
11 Idea1.n "Real II 
C- S+ C+ S+ C- S+ C+ S+ 
11.11%, 38.8Q% 7.41% 42.59% 
c- s- C+ S- C- S- C+ S- ·'i ·~· 
22.22% ,' 27. 78% · 18.52% 31.48% 
The Mean of Initiating The Mean of Initiating 
Structure= 40.31 Structure= 33.39 
The Mean of Considerati.on The Mean of Consideration 
= 46.81 = 38.74 
A Range of Initiating A Range of Initiattng 
Structure-= 29 to 52 Struct~re = 12 to 42 
A Range of Consideration· A Range of Consideration 
= 31 to 58 = 7 to 56 
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From the study of Group A Sample, total of 60 responses, 38089 
percent of a 11 teachers, staff-members and administrators expressed the 
expectation of their admini~trators to be in Quadrant I, 27.78 percent 
in Quadrant II, 22. 22 percent in Quadrant II I, and 11 o 11 percent in 
Quadrant IV whereas on the LBDQ 11 Real 11 , of the same respondents, their 
perceptions showed that 42059 percent in their administrators fell in 
Qu.adrant I, 31. 48 percent in Quadrant I I, 18, 52 percent in Quadrant I I I., 
and 7.41 percent fell in Quad~ant IV. Standard deviation of Initiat-
.ing Structure and Consideration were 4.984 and 5o67 in 11 Ideal 11 ; 6.646 
and 9.002 in 11 Real 11 • 
TABLE II 
GROUP B - SUMMARY DATA OF THE LBDQ 11 IDEAL 11 AND 11 REAL 11 RESULT 
FROM THE AMERICAN VOCATIONAL-TECHNICAL INSTITUTION 
II Ideal II 11 Real 11 
C- S+ C+ S+ C- S+ C+ S+ 
20,00% 40.00% 11. 25% 46,25% 
C- S- C+ S- C- S- C+ S-
11. 25% 28.75% 6.25% 36025% 
The Mean of 1nitiating The Mean of Initiating 
Structure= 44.42 Structure= 35.42 
The Mean of Consideration The Mean of Consideration. 
= 46050 = 37.67 
A Range of Initiating A Range of Initi~ting 
Struc~ure = 29 to 55 Structure= 13 to 50 
A Range of Consideration A Range of Consideration· 
= 33 to 60 = 17 to 53 
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From the study of Group B Sample, total of 80 responses, 40.00 
percent of all teachers; staff-members and administrators the expecta-
tions of their administrators to be in Quadrant I, 28.75 percent in 
Quadrant II, 11.25 percent in Quadrant III; and 20.00 percent in Quad-
rant IV whereas on the LBDQ "Real", of the same responses, their per-. 
ceptions showed that 46.25 percent of their administrators fell in 
Quadrant I, 36.25 percent in ~uadrant II, 6.25% in Quadrant III and 
11.25 percent in Quadrant IV. Standard deviation of Inftiating Struc-
ture and Consideration were 5.811 and 5.872 in "Ideal 11 ; 10.876 and 
8. 83 i n II Real 11 • 
TABLE III 
GROUP C - SUMMARY DATA OF THE LBDQ "IDEAL" AND "REAL" RESULT 
FROM THE THAI PROVINCIAL VOCATIONAL-TECHNICAL INSTITUTION 
"Ideal" "Real II 
C- S+ C+ S+ C- S+ C+ S+ 
22.64% 37.74% 7.43% 35.85% 
C- S- C+ S- C- S- C+ S-
1L32% 28.30% 11. 32% 43.40% 
ftre Mean of lniti ati ng The Mean of Initiating 
Structure= 41.83 Structure= 32.02 
The Mean of Consideration The Mean of Consideration 
= 44.19 = 34.66 
A Range of Initi~ting A Range of Initiating 
Structure= 12 to 57 Structure= 16 to 48 
A Range of Consideration A Range of Consideration 
= 14 to 50 = 24 to 48 
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From the study of Group C Sample, total of 55 responses, 37.74 
percent of .them expressed their expectati-0ns that their administrators 
should be in Quadrant It 28.30 percent in Quadrant II, 11.32 percent in 
Quadrant II, and 22.64 percent should be in Quadrant IV whereas on the 
LBDQ 11 Real 11 , of the same respondents, their perceptions showed that 
35.85 percent of their administrators fell in Quadrant I, 43.40 percent 
in Quadrant II, 11.32 percent in Quadrant III, and 9.43 percent fell in 
Quadrant IV. Standard deviation of Initiating Structure and Considera-
tion were 7.983 and 8.746 in 11 Ideal 11 ; and 8.6 and 7.073 in 11 Real 11 • 
TABLE IV 
GROUP D - SUMMARY DATA OF THE LBDQ 11 IDEAL 11 AND 11 REAL 11 .RESULT FROM 
THE UNITED STATES EXTENSION V.OCATIONAL-TECHNICAL INSTITUTION 
11 Ideal 11 "Real II 
C- S+ C+ S+ C- S+ C+ S+ 
12.50% · 37.50% 6.25% 50.00% 
C- S- C+ S- C- S- C+ S-
18.75% 31 •. 25% 6.25% 37.50% 
The Mean of Initiating The Mean of Initiating 
Structure= 44.44 Structure= 32.69 
The Mean of Consideration The Mean of Consideration 
= 46.88 = 37.50 
A Range of Initiating. A Range of Initiating 
Structure= 34 to 51 Structure= 9 to 50 
A Range of Consideration A Range of Consideration 
= 37 to 54 = 21 to 52 
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From the study of Group D Sample, total of 40 responses, 37.50 
percent expressed their expectations of their administrators shou~d be 
; 
in Quadrant I, 31. 25 percent in Quadrant II, 18. 75 percent in Quadrant 
III, and 12.50 percent fell in Quadrant IV whereas on the LBDQ 11 Real11 , 
of the same · respondents showed that their perceptions of their admi ni s- , 
trators of 50.00 percent fell in Quadrant I, 37.50 percent in Quadrant 
II, 6!25 percent in Quadrant III and 6.25 percent fell in Quadrant IV. 
Standard deviation of Initfating Structure and Considerations were 
4.885 and 5.00 in 11 Ideal 11 ; 11.569 and 9.862 in 11 Real 11 • 
TABLE V 
GROUPE - SUMMARY DATA OF THE LBDQ ."IDEAL 11 AND 11 REAL 11 RESULT 
FROM THE THAI VOCATIONAL-TECHNICAL GRADUATES, O.S.U. 
II Ideal II 11 Real II 
C- S+ C+ S+ C- S+ C+ S+ 
10.00% 40.00% 13. 33% 46.67% 
C- S- C+ S- C- S- C+ S-
13~33% 36.67% o. 00% - 40.00% 
' 
The Mean of -Initiating The Nean of Inftiating 
Structure= 41.63 Structure= 31.93 
The Mean of Consideration The Mean of Consideration 
= 46.43 = 32.10 
A Range of Initiating A Range of Initiating 
Structure= 24 to 52 Structure= 20 to 43 
A Range of Consideration A Range of Consideratfon 
= 32 to 54 = 11 to 53 
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From the study of Group E Sample, total of 45 responses, 40.00 
percent expressed their expectations of their administrators should be 
in Quadrant I, 36.67 percent in Quadrant II, 13.33 percent in Quadrant 
II I, and 10. 00 percent in Quadrant IV whereas on the LBDQ II Real 11 , of 
the same respondents showed that their perceptions of their administra-
tors of 46.67 percent fell in Quadrant I; 40.00 percent in Quadrant II, 
none in Quadrant III and 13.33 percent in Quadrant IV, Standard devia-
tion of Initiating Structure and Consideration were 6.183 and 6.27 in 
"Ideal"; 6.25 and 11.539 in 11 Real 11 • 
TABLE VI 
GROUP F - SUMMARY DATA OF THE LBDQ "IDEAL" AND 11 REAL 11 RESULT 
FROM THE AMERICAN VOCATIONAL-TECHNICAL GRADUATES 
OF O.S.U. EXTENSION CLASSES 
II Ideal II "Real II 
C- S+ C+ S+ C- S+ C+ S+ 
7.69% 38.46% 7.69% 38.46% 
C- S- C+ S- C- S- C+ S-
15. 18% 38.46% 7.69% 46. 15% 
The Mean of Initiating The Mean of Initiating 
Structure= 43.31 Structure= 35.00 
The Mean of Consideration The Mean of Consideration 
= 45.92 = 34.00 
A Range of Initiating A Range of Initiating 
Structure= 38 to 51 Structure= 21 to 49 
A Range of Consideration A Range of Considerati~n 
= 31 to 55 = 20 to 51 
From the study of Group F Sample, total .of 40 responses, 38.46 
percent expressed their expectations of their administrators to be in 
Quadrant I. 38.46 percent in Quadrant II, 15.38 percent in Quadrant 
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I II , and 7. 69 percent in Quadrant ·IV whereas on the LBDQ II Real 11 , the 
same respondents expressed their perceptions that 38.46 percent of 
their administrators fell in. Quadrant I, 46.15 percent in Quadrant II, · 
7~69 percent in Quadrant III, and also the same percent (7.69) fell in 
Quadrant IV. Standard deviation of Initiating Structure and Considera-
tion were 4.286 and 6.019 in 11 Ideal 11 , 9.148 and 9.224 in 11 Real 11 • 
Demographic Data 
The demographic data of this study is for the sample description. 
The sample are divided into groups as following: 
Group A - The Thai Vocational-Technical Teachers College, 
Group B - The American Vocational-Technical Institution, 
Group C - The Thai Provincial Vocational-Technical Institute, 
Group D - The United States Extension Vocational-Technical 
Institution, 
Group E - The Thai Vocational-Technical Graduates, O.S.U. '72, 
Group F - The American Vocational-Technical Graduates, of 










SEX AND AVERAGE AGE OF DATA SAMPLE 






A 77. 78 22.22 35.6 
B 85.00 15.00 42.27 
c 50.00 50.00 34.9 
D 75.00 25.00 35.2 
E 83.34 16.66 32A 
F 85.72 14.28 40.2 
TABLE VIII 
EDUCATIONAL LEVEL OF DATA SAMPLE 
p ercen t f 0 eac h 1 qroup samo e 
B.S. B.S. B.S. M.S. M.S. M.S. 
(Thai) ( u. s.) (Thai (Thai) (U.S.) (Thai 
+ + 
u Os O ) u. s. ) 
4L67 11.33 13. 34 a 11066 fL33 
70.00 20.00 













The graduates who were working toward the Master 1 s and/or those who 
were finishing the last semester-hour for their Master's. 




YEARS OF EXPERIENCES OF DATA SAMPLE 
0-5 6-10 11-15 16-20 20- Average years 
Group in 
Percent of each group sample present position 
A 30.00 35.00 23.33 8.34 3.33 6.40 
B 27.50 38.75 25.00 8.75 0 7.86 
c 33.33 23.67 33.66 13. 34 0 6. 10 
D 50.00 31. 29 12.50 6.21 0 4.30 
E 60.00 20.00 6.67 13. 33 0 5.53 
F 38.25 38.45 15.26 7.84 0 4.20 
It is very interesting to note that there were more American than 
Thai teachers expressed that they had spent some years of experience 
in industries and had been leaders in either industrial organizations 
or in their community. 
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FOOTNOTES 
1Andrew W. Halpin, 11The Superintendent 1s Effectiveness as a 
Leader, 11 Administrator's Notebook, VII (October, 1958), p. 1. 
2John K. Hemphill, 11 Patterns of Leadership Behavior Associated 
With the Administrative Reputation of the Department of a College, 11 
Journal of Educational Psychology, No. 7 (19-55), pp. 385-401. 
3Halpin, Ibid. 
CHAPTER V 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
Surm,ary of the Study 
The purpose of this study has been twofold: (1) it wa,s .to review 
literature on educational administration of Thailand and the United 
' 
States, and (2) it was to' identify differences between the two cul-
tures, Thailand and the United States, of their teachers• and educators' 
expectations of their l ead,ers' behavior. 
The review of literature, i 11 ustrati ng the development of American 
educational administration, the only leading nation school administra-
tion, set the mood and tempo of the study and/sufficiently bring about 
· some ideas for this researchi / 
It was found, on reviewing given salient signifi-
cant contrasting factors for the study and the understanding of beha-
vior in educational organizations of the two polarizational countries 
perceived as social systems, then, were organismic, personalistic, 
ins~itutional and cultural. Thus, it was suggested that apparent dif-
ferences existed between Thailand's and the United States' vocational-
technical teachers' expectations and perceptions of their leadership 
~·j'.-J. 
behavior. Speci fi ca lly, an attempt was made prffi1ari ly to answer the 
! 
fo,llowing question, 11 Is there any apparent difference .in expectations 
of leader behavior as perceived by the American and Thai vocational-
technical teachers and educators? The methodology is an analytical 
and descriptive one. 
The sample for this study was vocational-technical educators, 
teachers, staff-members, administrators, and graduate~students with 
vocational-technical education majors oh Oklahoma State University 
campus, 1972. All 320 persons were grouped as the following: 
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Group A - The Thai Vocational-Technical Teachers College: 
teachers, educators, staff-members, and administrators. 
Group B - The American Vocational-Technical Institution: 
teachers, educators, staff-members, and administrators. 
Group C - The Thai Provincial Vocational-Technical Institute: 
teachers, educators, ·staff-members, and administrators. 
Group D - The U.S. Extension Vocational-Technical Institute:. 
teachers, educators, staff-members, and administrators. 
Group E - The Thai Vocational-Technical graduate-studentsj 
Oklahoma State University campus, summer '72. 
Group F - The American Vocational-Technical graduate-students, 
Oklahoma State University~ fall '72. 
The lBDQ, Leadership Behavior Description Questionnaire, developed 
by the Personnel Research Board at the Ohio State University, was used 
as the instrument to determine the perceptions and expectati ans of 
leadership behavior of the administrators of the vocational-technical 
teachers in this study. The instrument was designed to measure two 
dimensions of leadership behavior: Initiating Structure, and Consider-
ation. Respectively, thes.e two dimensions refer to the leader's 
behavior in de.lineating the relationship between himself an.d members of 
the work-group, in which he endeavors to establish well-defined patterns 
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of.organization, channels of communications, and methods of procedure; 
and to leader behavior indicati:ve of friendship, mutual trust, respect 
and warmth in the relationship between the leader and members of his 
staff. 
The instrument was translated into Thai for the Thai samples. 
All responses from Thailan,d were collected by qualifying personnel and 
the respondents in the United States were contacted by mail except the 
graduate groups on campus who were contacted personally. 
By using the IBM, 360/65 computer at Oklahoma State University 
Computer Center, all data were then scored and computed. 
Findings 
The findings of the study are listed as follows: 
1. It is very interesting to learn that all group samples, both 
American and Thai, tended to agree in their expectations of how their 
administrators• leadership behavior should be, as they scored highly 
in Quadrant I, (highly in both dimensions). This might imply that 
there is no difference in the expectations of how the ideal leaders 
should behave between teachers of the two countries, regardless of . 
differences in cultural , personal and other environmental institutional 
factors. This result tended to support Halpin 1 s earlier studies that 
ideal effective lead.ers are to perform highly in both dimensions9 
11 Initiating Structure 11 as well as 11 Consideration. 11 
2. A 1 though a 11 teachers and group-members of the two cul tur~s · 
tended to agree extensively on what their administrators and leaders 1 
expectations were, sti 11 there was a great ~ari ati on within each group 
and between the groups on what their expectations and perceptions were. 
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But again this result might originate from the fact that this study was 
placed on too many small variables of uncontrollable group samples who 
were reviewing their perceptions of different leaders ~nd administra-
tors, even if they were in the same institution, But this study, 
however, yielded a piece of an valuable information in finding that 
even though each group sample had tendency to describe how an effective 
leader or administrator that they really admired should behave (highly 
in both di mens i ans) , s ti 11 they perceived that their leaders and admi n-
i strators were satisfactorily reaching the levels of effectiveness 
which they expected, Thus; it was clearly seen that they revealed the 
scores on the 11 real 11 descriptions (drawn in Quadrant I), much higher 
than on the 11 ideal 11 one. This might also confirm that they positively 
believe.d that their administrators were very effective as leaders 
should be. 
3. An interesting exception prevailed in the reversal scores 
expressed by the sample group C, (the Thai Pr0vincial Vocational-
Technical InstitutioD) in that there was a switch of the highest per-
centage in that it fell in to Quadrant II, on the real description, 
instead of in Quadrant I~ Thi~ might imply th~t instituti0nal setting 
has some influence on the LBDQ results: There were more female 
teachers and staff-members in this group sample than in the other 
groups. Interestingly, the result reversed in a similar fashion in 
the sampl~ of Group F (American Vocational-Technical Graduates). This 
might also be an implication that female teachers of the two countries 
expressed their expectations and perceptions in a similar fashion, 
and/0r the administrators and leaders in such organizational settings· 
had a tendency to demonstrate their leadership style with the accent 
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on 11 Consideration 11 rather than on 11 Initiating Structure. 11 Further 
than that, in similar .fashion of reversing scores, this late.r group, 
however, yielded the same percent of Quadrant I in both 11 ideal 11 and 
11 real 11 • These exceptional results might lead to a heartening apprecia-
tion that those female teachers or group-members might be confirming 
that they expected their administrators to score positively high on 
both dimensi-ons. They also perceived them satisfactorily in so per-
forming, esp.ecially since they rated them highly in their effectiveness 
when the.ir leaders' behavior appeared to be at the maximum of 11 Consid-
eration11 ( Quadrant II}. Again, there is a .need for. further study to 
see whether the sex of the group members had any influence over their 
1 eaders I style of behavior or revealed any difference in their group-
members I expectations and perceptions. 
4. Again, even though they expressed how their leaders should 
behave and how they perceived them performing effectively, they still 
revealed the 11 mean 11 of the scores in the 11 real 11 description much lower 
than on the ideal. And this might lead to another conclusion that the 
separation between teachers' perceptions and their expectations might 
result in conflicts, because of a disparity between role-expectations 
and the real leaders' behavior, and often can lead. to dissatisfaction 
in the organization. 
5. Finally, it was concluded that an apparent difference 
existed .between the ranges of the II rea 111 descriptions and the II ideal" 
' 
of every group sample; in every case the range was greater on the 
11 real 11 description .than on the 11 ideal 11 . This implies .that respondents 
in both cultures are more alike in describing the ideal lead.er than 
they are in describing their rea 1 1 eader, This wi 11 be much more 
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interesting for future hypothesis-testing research of the two compar-
able groupso Again, another challenging question is, "will the leaders 
of both countries be willing to allow research in leadership aspects of 
\ 
school-administration without personal or national bias?" 
Summary of Findings· 
1. There was no notable difference between the Thai and American 
Vocational-Technical teachers in the expectations and perceptions of 
their administrators' leadership behavioro It was concluded that all 
the groups expected the "ideal" effective administrators to perform 
relatively high in both dimensions, "Consideration" and "Initiating 
Structure." This result tended to support Halp~n's earlier studieso 
2. In spite of the fact that there was a great variation within 
each group and between the groups on what their expectations and per-
ceptions were, every group-sample, American and Thai, tended to believe 
that their leaders and administrators were satisfactorily reaching the 
levels of effectiveness which they expecteda 
3a An interesting implication was that institutional setting had 
some influence on the LBDQ results. This was clearly seen especially 
in the result of the institution where there were more female teachers 
and staff-members in the group-samples than in the other groupso 
4o It was found that there was a separation between teachers' 
perceptions and their expectations which might result in conflicts 
because of a disparity between role-expectations and the real leaders' 
behavior and often can lead to dissatisfaction between theme 
5. Finally, it was concluded that the respondents of the two 
cultures were more alike in describing their ideal leader than they 
were in describing their real leader. 
Discussion and Recommendations 
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This was the first pilot study of this kind of the Thai and Amer-
; can School Admi ni strati on. It is recommended that more research in 
depth should be encouraged and initiated 9 A more defined, valid instru~ 
ment translated into Thai should be developed and sought for. This 
difficulty is obviously seen and easi.ly observed; for example, when a 
Thai says that he wants his adminis.trator to be more 11 considerate 11 to 
him "personal ly11 , he may not mean 11 consi de rate in a persona 1 fashi on 11 
that American teachers may so desire in their American administrators. 
It is worthy to note that the study showed there was a great vari-
ation .between the group samples jn the findings of the study for both 
American and Thai. Therefore, a comparative study to solve such a 
problem is a challenging irnpiication. 
Another significant point of interest that.cannot be ignored is 
that not only the Thais but also the American group-samples expressed 
emphatically t~at they perceived the behavior of their adminis.trators 
to be much better than they really expected. Even though it signifies · 
a se.nsational news for school-administration of the two countries that 
they are now having some effective leaders, .and administrators in 
education, but, is it possible to be led to some conclusion that the 
group .. sampl es, either the Thai or .the American, unconse:i ous ly biased 
their expressed results because thei.r patriotism was strongly loyal to 
their own countrymen administrators? 
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Again, a more accurate, experimental research in a comparative 
fashion is recommended in order to eliminate thos.e factors that can 
bias ,the 11 national 11 and 11 personaP emotions of the samples. The only 
problem is:. are the leaders of the two. countries ready to allow such 
research in leadership aspects of school-.administration? In another 
thought, equally important, the result .could be ah indicative and 
supportive piece of information, distinctly confirmed, that in the 
present generation of school administration, there is still a lack of 
adrni ni strati ve theories and recipes of how to become a successful 
administrator. Each group of each organization expressed their expec .. 
tations and perceptions differently~ There is a call for the adminis .. 
trators to pay more attention to their teachers' needs, desires and 
expectations and to make a fuller effort to meet these. Also in the 
present and future generation, while fe.male-.teachers are on the move, 
should or should not an administrator or lead.er pay attention to his 
female subordinates and group-.members under his educational organiza .. 
tion? A study or research in depth on the aspect of female-.teachers' 
needs and satisfactions are strongly recommended and hopefully would be 
done in the near future. 
Finally, as it has been we 11 ... known that the American Schoo 1 of 
Administrati.on has long searched for the solutions of these problems, 
the present problem is whether or not it is now time for the Thai 
Ministry of Education and administrative leaders in education to start 
striving for betterment and improvement of the educational system and 
organizations in the country. Teachers,. regardless of their sex, 
should be taken into consideration of what their needs and their 
satisfactions should be .• Changes will not be initiated immediately and 
effectively unless they are derived from the top. Therefore, a more 
active p:rogram i nvo l vi ng admi ni strati ve personnel and school admi ni s-
trata rs in Thailand should be initiated so that the .administrators' 
64 · 
functions and responsibilities can be recognized and external and 
internal problematic factors can be analyzed and accordingly identified. 
Theories ,that can i 11 umi nate and guide the administrators to be more 
effective and successful in order to bring about better educational 
organizations are strongly recommended to be developed. 
In order to create a better understanding and bridge the gap 
between the United States and other cultures, more foreign perspective 
studies of American administration should be encouraged. This would 
be helpful as a tool to American experts in understanding the needs and 
desires of the educators of other countries. 
Finally, recruiting programs and follow-up studies of the Thai 
educators and administrators who had received their training, education 
I.. 
and experiences abroad are a 1 so strongly re.commended so that innovative 
effort in preparing a training .and history-developing program for the 
Thai sch.col of administration would be originated. Obviously, some 
factors need to be adopted or adapted, and sorne need to be assimilated 
from the administrative knowledge abroad. Still other factors must be 
based on the culture and environment of Thailand's own soil only. 
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September 27, 1972 
As part of my program for the Education Specialist Degree at Okla-
homa State University, I am doing a study of leader behavior expectations 
held by v.ocational-techni cal teachers in the United States and Thai 1 and. 
I n.op,e. to obtain your permiss.ion to gather sane of the necessary data 
from faculty members· in your institution. Not only is your institu.tion 
an outstanding·one·;· it is especially suited for the comparisons we hope 
to make. 
The enclosed 11 Lead.ership Behav.ior 11 questionnaire is fo.r you to 
look over. It is planned to be given to faculty and staff in your school, 
if you can grant permission. T.en to twenty minutes of a respondent's 
time would be required for administration. I would plan to come to your 
school and administer it to·faculty·members·at·their·most· convenient time. 
·vour·name, your institution's name and the respondent's names 
would· be kept strictly confidential. The purpose of the study is only 
for group comparison and cross-cul tura 1 research whi'ch can be beneficial 
to all. 
If you co.uld grant permission, my graduate comm.ittee and I would 
be most· grate.ful .... Would you pl ease use the enclosed sel f;..addressed en-




Samusa Nakasingh . 
Graduate stud.ent from 
Thailand 
Dr. Kenneth. St .• Clair 
Thesis Advisor 
617 S. Duck 
Stillwater, Oklahoma 
74074 
November 10, 1972 
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My de·ep appreciation is to 1 earn tt.rat" you:.--ar..e: w.i.:1:li.:ng to cooperate 
and participate in my research study.· Your initiation and consideration 
for this program will be forever memorable. 
Again, Mr. Vice-President;, with this·letter,· I'm:s.ending you 150 
copies of the research-questionnaires: for. all tea:chers and staff members 
in your school. It's only-you who cou~d--grant·me··another favor by having 
the· questionnaires distributed·to· all of· them.·· r~ 11- be· happy to have 
the answers back by Noverrrber 25, 1972. 
At this venture, I do rea·lize that:it'll take.up .. some of.your 
valuable time. But, Mr. Vice~President,.p1ease let meexp.ress my.sin-
cere gratitude and gratefull ness to you,· and just simp:ly say. that without 
- your help, this research-- cannot ... -absolutely be done at all. 
Sincerely yours, 
{Mi s-s Samu·sa .. Nakasingh) 
Graduate·'..Stude.nt from 
Thailand 
Miss Samusa Na.k.asingh 
617 South Duck 
Sti 1 lwater·, ·Oklahoma 74074 
Dear Miss Nakasingh: 
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October 30, 1972 
The Faculty Council was· asked to consid·er you·r··r·equest as stated 
in your 1 etter of September 27, 1972. 
The Faculty Council met on October 27, 1972· and voted to approve 
your request.: The following stipu·lation•was·mad:e:.thateach individual 
fostructor reserves the right to decide whether he/she wi 11 participate 
in your study. 
For your information, the next Faculty Council meeting will be at 
9:00 A.M., November 17, 1972. 
Sincerely yours, 
Secretary,· Faculty Counci 1 
1972. 
617 S. Duck 
Sti 1 lwater, Oklahoma 
74074 
November 7, 1972 
Thank you very much for your letter of infonnation, October 30, 
74 
I 1 ve been advised that you are the most valuable resource of 
communication in this study, by just distributing these questionnaires 
I am sending you with this letter to" all the instructors and staff mem-
ber~ in your school for me. 
Again I do realize that this process will take up,.of course, 
your valuable time but I really appreciate your kindness and your great 
contribution for this study, and wi 11 never forget it at a 11 . 
Sincerely yours, 
(Miss Samusa Nakasingh) 
Graduate Student from 
Thailand 
Departme:nt of Psycho,logy 
George Washing:ton University 
Washington, D.C. 20006 
Gentlemen: 
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29 June 1972 
I very much need to obtain for a patron a copy of your paper 11 Self, 
Role arrd· Role .·Behavior of T'hal Admini"strators, 1.1· which::wa.s presented. at 
· th'e 1964 annu·al meeting of the-·[astern- Psychological· Association. 
Could you. either please send a gratis copy or notify me the cost 
and source for ordering it. 




Oklahoma State University 
Stillwater, OK 74074 
Dear 
·July6, 1972 
Thank you for your letter of June 29, 1972, Enclosed is a copy 
of my paper 11 Self, Role, and Role Behavior of Thai Administrators 11 








617 S. Duck 
Stillwater, Oklahoma 
74074 
July 25, 1972 
77 
Would you mind contributing 15-20 minutes of your valuable time 
for me? Your kindness: for the requests granted will be very much appre-
ciated and make this venture forever memorable. 
It is from Samusa Nakasingh, a student from Thailand,.in Voc.-
Tech . .,.Ed. Administration, asking you to filLout the enclosed question-
naire for her thesis' information·. 20 MINUTES (OR LESS) OF YOUR TIME 
PLUS OPIN10N""SACRIFICED IS· ALL IT TAKES! 
Your name will not be mentioned un the questionnaire. All res~ 
ponses are confidential.,.and·answers will be.used:for group.comparisons. 
between American: and That: teachers' -t~ers 1 · expectations of their 
admi ni s tra tor's· leadership· behavior only"'. 
· A 1 so a returned self ;..,-addressed envelope is enclosed for your con-
venience. Please leave your answere·d""guestionnaire with your secretary. 
I will be more than willing to come back and collect it myself within 
these coming few days. 
I'm sure that you wi1 l never turn down your student's requesting 
for help and cooperation which is sorely needed. And I do hope to see 
it granted from you, 





NOTICE: This is NOT AN EVALUATION, only your accurate description is 
neededo 
a. Read each item carefully. 
bo Think about how an 11 ideal administrator or department-head 11 should 
· be~ as described by the i tern. 
c. Circling any of the·following numbers, 1, 2, 3, A, 5, to· indicate 
your appropriate opinion, .i!l COLUMN fl, under the 11 IDEAL 11 form. 
d, · Remember that thos·e- numb·ers stand for: 
l - Never 
2 - Seldom 
3 - Occasionally 
4 - Often 
5 - Always 
e. Do similary, in COLUMN B, under the 11 REAL 11 form, to indicate your 
description of how he really behaves. 
II LEADER BEHAVIBR-DESGfH-PHON -QUfSfWNAAlRE 11 
Developed by-staff members of 
The Ohio State Leadership Studies, 1957 
Descriptions 
1, He does personal favors 
for group members. 
2. He makes his attitudes clear to 
the group, 
3. He does little things to make it 
pleasant to be a member of the 
group. 
4, He tries out his new ideas with 
the group. 
5o He acts as the-real leader of the 
groupo 
6, He is easy to understand. 
7, He rules with an iron hand. 
.(A) 
II IDEAL" 
l 2 3 4 5 
2 3 4 5 
l 2 3 4 5 
1 2 3 4 5 
l 2 3 4 5 
l 2 3 4 5 
1 2 3 4 5 
(B) 
11 REAL 11 
l 2 3 4 5 
l 2 3 4 5 
l 2 3 4 5 
2 3 4 5 
l 2 3 4 5 
l 2 3 4 5 
2 3 4 5 
Descriptions 
8, He finds time to listen to group- l 
members, 
9. He criticizes poor work. 
10. He gives advance notice of· changes. 1· 
11. He speaks in a manner not to be 
questioned. 1 
12. He keeps to himself. 1 
13. He looks out for the personal.-wel-
fare of individua 1 group membe-rs. 
14. He assigns group members to partic-
ular tasks. 
15. He is the spokesman of the group. 
16. He schedules the work to be done. l 
17. He maintains definite standards of 
performance. 
18. He refuses to explain-his actions. 
19. He keep~ the group informed. -
20. He acts without consulting the 
group. 
2L He backs· up the members in their 
action. 
22. He emphasizes the meeting of dead-
lines. 
23. He treats. al 1 group members as his 
equals, l 






































5 l 2 
5 l 2 
5 2 
5 l 2 
5 1 2 





5 l 2 
5 l 2 
5 l 2 
5 l 2 
5 l 2 
5 l 2 
5 2 
(B) 





































25. He is willing to make changes~ 
26, He gets what he asks for from 
h:is supervisors. 
27. He makes sure that his part in the 
organization"· is understood by group 
members, 
28, He is friendly and approachable. 
29, He asks that group members follow 
standard··rules and· regulations. 
30, He fails to take necessary.action. 
31. He makes group members feel at ease 
when talking with them. 
32. He 1 ets group members know what is 
expected of them. 
33, He speaks as the representative of 
the group, 
34, He puts suggestions made by the 
group into operation, 
35. He sees to it that group members 
are working up to capacity, 
36, He lets other people take away his 
leadership in the group. 
37~ He gets his superiors to act for 
the· welfare of the group members. 
3H; He· gets group approval in imper-
tant matters before going ahead. 
39, He see:s: to it that the work of 
group membersis coordinated, 
40-; He keeps the group working to-



































5 1 2 
5 1 2 
5 2 
5 1 2 
5 1 2 





5 1 2 
5 1 2 
5 2 
5 1 2 
5 1 2 
5 1 2 
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(B) 



































l, Age (to the nearest year) 





4. Formal Education: 
Voc~tional Certificate· -- Bachelor's 
Master's Master's+ 16 or more --
Ed.D. Others --Ecj.~ 
5. ExReriences: 
Total years in teaching, ( 0 "" 5) _ ( 6 - 10) __ 
(11 - 15). _ (16 - 20)_ 
(20 - ) _ 
6. Years in this position 
7. Other administrative training or experiences, if any, 
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(Letter to Thailand vocational-technical education administrators) 
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(Cover letter and the Thai questionnaire) 
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'411H1U lltJU'J•BJ "LEADER BEHAVIOR DESCRIPTION QUESTIONNAIRE" 
Developed by staff members of 
The Ohio State Leadership Studies, 1957. 
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